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Abstract: 
The positive impact of organizational citizenship behavior on individual and organizational outputs has been studied extensively in recent 
years. This study aims to examine the importance and impact of trust in leaders on increasing the organizational citizenship behaviors. 
The population of the study is the while-collar employees of the organized industrial zones (OIZ) of the Marmara region. The data 
collected with the participation of 320 employees shows us that except for the dimension of sportsmanship; altruism, civil virtue, 
conscientiousness, and courtesy-based organizational citizenship behaviors are highly correlated with trust in the leader. According to the 
regression analysis, civil virtue is found to be the organizational behavior dimension most affected by the trust in the leader. 
Keywords: 
Leadership, Organizational Citizenship Behavior, Trust 
Jel Codes:  
D23, L29, M54, M19 
 
1. Introduction  
Regarding leaders as a hero of some kind of corporate legend is actually quite appropriate positioning. For they are 
the ones who motivate the organizational community to go to places they can never dream of going otherwise. They 
are the ones who have the power to change employee behaviors and transform organizations with their concrete 
results. Leadership is one of the most important competitive priorities an organization can have. Thus, it is no 
surprise that most of the research on management focus on the qualifications of successful leadership (Maccoby, 
2004: 77). 
Leaders must be equipped with unique and extraordinary competencies and the capacity to attract audiences to be 
able to lead.  Leaders differ from managers in that they can influence members of the organization and harmonize 
their efforts with the goals of the organization while the latter draw their power from their hierarchical position 
(Hersey et al., 2007: 90). Leadership is the human factor that brings together a group and motivates it towards shared 
goals. The motivational impact of a leader is like the chemical that transforms the pupa in a cocoon into a 
magnificent butterfly with all its potential and beauty. Leadership is what turns potential into a reality (Davis, 1988: 
141). An effective leader can ensure the participation of the members in organizational activities by ensuring that 
they voluntarily exceed their formal role definitions even in non-obligatory conditions. This phenomenon of 
voluntarily taking an extra role is considered "organizational citizenship". Inspiring the organizational citizenship role 
among the members of the organization requires the leader to be seen as competent, qualified, trustworthy, inspiring, 
and visionary by the members and to prioritize goals and ideas instead of assuming simply displaying authoritarian 
attitudes (Antonini, 2000: 30).  In this case, members of the organizations can even see their leaders better -more 
clever, kinder, more charismatic- than they actually are. Members tend to interpret the attitudes of their leaders more 
favorably and take more risks than they normally would upon their request even if they have suspicions of their 
motivations (Maccoby, 2004: 81). 
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Leaders who can understand the feelings of the members of the organization and have the expressive ability to 
resonate with them (Goleman, 2007: 199) can influence the feelings of the members intensively and integrate them 
into their own motivations. And this inspires members to emulate and strive to be like the leaders (Bass, 1985: 34). 
Members of the organization adopt the exemplary behaviors of the leader and practice them voluntarily (Conger et 
al., 2000: 749). The interaction between the organizational community and the leaders has been studied by 
researchers under the title of “Leader-Member Exchange". According to the leader-member exchange theory, several 
personal relations based on social interaction are also formed between the leader and the members of the 
organization despite their formal relations. In order to build such a relationship, both parties must offer something 
that they find valuable to the other party, and this exchange must be regarded as fair or equal by the parties (Graen 
and Scandura, 1987: 183).  Leader-member exchange theory is based on the work of Graen et al. (Graen, 1976; 
Danserau et al. 1975). Studies in this field have continued to develop in two main areas as the people-oriented 
leadership model and the leader-member exchange model (Schriesheim et al., 1999). 
With his work on reciprocity, Gouldner (1960) made significant contributions to explaining the relationship between 
leader-member exchange and perceived organizational support. Accordingly, reciprocity has two fundamental 
dynamics. The first is the principle that people who receive help respond with help, and the other is the principle of 
not harming the person helping. According to Gouldner, reciprocal relations carry ordinary social relations to a 
higher level and the reciprocal function shows its effect when the leader or organizational member makes a positive 
contribution to the other party. People do not settle with only fulfilling the role expected from an organization 
member and feel the need to display behaviors to be beneficial to the organization by exceeding this expectation 
framework. This need constitutes one of the main motives of organizational citizenship behavior (Rhoades, 2002: 
719; Wayne, et al., 1997: 87 and Gerstner and Day, 1997: 834). 
 
2. Theoretical Framework 
2.1. Organizational Citizenship 
In today's increasingly competitive environment, organizations need their members to voluntarily assume roles 
beyond the ones defined in their job descriptions to be successful. An organization in which only the organizational 
tasks determined as required by the formal organization are fulfilled is deemed to have a weak social structure (Katz, 
1964: 132). The efforts of the members to exhibit extra role behaviors voluntarily are called organizational 
citizenship (Kaufmann et al., 2001: 436). Organizational citizenship can be defined as the "voluntary behaviors of the 
members of the organization, which contribute to the effective and efficient fulfillment of the functions of the 
organization as a whole, without worrying about formal rewards" (Organ, 1988: 3-4). 
The essence of the concept of organizational citizenship behavior lies in the positive behaviors and societal 
contributions of individuals living in a country beyond their civic consciousness and obligations arising from the legal 
legislation. Given that this attitude can also be inspired in the organizational environment, such understanding and 
attitudes of individuals who display positive behaviors are found to be important in achieving organizational goals 
(Çelik, 2007: 75). 
Organizational citizenship behavior is closely related to work satisfaction, motivation level, morale, and 
organizational commitment of the organization members. The level of organizational commitment is influenced by 
factors such as age, fee and additional payments such as premiums, bonuses, dividends etc., employee's experience 
and seniority in the workplace, the sense of trust aroused by the management in the members of the organization, 
occupational safety conditions, ergonomic conditions in the workplace, training and development facilities and 
supports offered to the members (Zafar, 2006: 42). 
The stronger the organizational citizenship bonds of the members, the higher their individual performances increase. 
Positive developments in individual performances play an important role in achieving organizational goals 
(Özdevecioğlu, 2003: 118-119).  The gains that organizational citizenship behaviors provide to the organization can 
be listed as follows (Gürbüz, 2006: 58): 
 Ensuring the sustainability of organizational performance, 
 Increasing organizational and individual efficiency, 
 Contributing to coordination between individuals and groups within the organization, 
 Strengthening the sense of commitment of experienced employees to the organization, 




 Facilitating the organization's adaptation to the environment. 
Organizational citizenship behavior is entirely based on the individual choices of the organizational community. In a 
formal organizational structure, however, members are not expected to display such behavior. For this reason, it 
does not have any sanctionary equivalent. The organizational community displays positive behaviors beyond the 
formally defined expectations with their own free will and makes efforts to provide positive and non-obligatory 
contributions without any expectation of reward (Deluga, 1994: 318). 
Organizational citizenship behavior has five dimensions: altruism, courtesy, conscientiousness, sportsmanship, and 
civil virtue (Börü and Güneşer, 2006, 45). Altruism includes the behaviors of help and cooperation among the 
organizational community in the process of fulfilling their organizational tasks or in the face of difficulties 
encountered in any challenging situation. Such behavior can be displayed to the members of the organization as well 
as people outside the organization such as customers or suppliers. The "altruistic" behavior displayed to people 
outside the organization can have a positive impact on their feelings and opinions towards the organization. Courtesy 
is the behavior of informing other individuals who may be affected by the decisions, words, and actions of the 
members of the organization. Behaviors such as providing detailed information to the relevant persons and not 
neglecting to make the necessary reminders, sharing information on the meetings they have attended and the 
negotiations they have carried out fall under this dimension. Conscientiousness is defined as behaviors displayed 
beyond the basic role behaviors expected from a member. Going to work even when one has a reasonable excuse 
such as sickness and continuing the work without taking a break, when necessary, can fall under the 
conscientiousness dimension of organizational citizenship. Avoiding making complaints frequently and tolerating the 
challenges arising from the nature of the work environment constitute the dimension of sportsmanship. Civil virtue, 
on the other hand, refers to participatory behaviors that are sincerely interested in things required by the 
organizational policy. Organizational community behaviors such as regular attendance to meetings, reading the 
correspondences made via organizational communication sources, making constructive contributions to discussions 
on the organizational development, and expressing their opinions sincerely and explicitly are regarded as positive 
organizational citizenship behaviors in terms of civil virtue (Organ, 1988: 17). 
 
2.2. Discovering Organizational Needs and Ensuring Participation 
Leaders must be aware that the organizational community will have complex needs to live a humane and healthy life 
and to perform efficiently in the workplace. People will do what they do best if they are motivated by that, and the 
motivational process is based on a response that will satisfy their individual needs. Leaders should also consider the 
informal structure of the organization, given that organizational activities are influenced by human nature as well as 
the formal design and structure of the organization. For both individuals and groups will participate in the 
organizational activities more actively when their needs are met. Leaders who actually make a difference are those 
that know a secure job or financial motivations are not enough to keep the organizational community satisfied and 
design the works and human relations in a way to increase the contributions of members to achieving goals and 
targets under conditions that inspire personal development. In this way, they will be able to harmonize the needs of 
the organization and the needs of its members. 
Leaders integrate the needs of individuals and the organization by creating "enriched" and motivating tasks through 
transforming work organizations and bureaucratic structures with their leadership styles that allow the organizational 
community to use their creativity and self-control skills. They add meaning to the work of the members by giving 
them as much autonomy as possible and expanding their responsibilities. Thus, by allowing members to feel more 
useful and important, they try to overcome the limits of narrow, authoritarian, and inhumane styles of management. 
In all these efforts, they are aware of the fact that human and technical needs are actually interdependent and need to 
be balanced (Morgan, 1998: 46-51). 
Successful leaders also ensure the participation of the organizational community to create opportunities for 
teamwork in order to increase the level of success of their organizations. Well-managed participation makes a very 
important contribution to the acceptance of change and the formation of a favorable team spirit. What we mean by 
participation here is "the mental and emotional inclusion of people in a group environment that encourages them to 
contribute to and share responsibility for group goals." The participant is not only included with their work but with 
their whole being. It would be a great mistake to aim to include the individual only with their work. With the proper 
management of participation, the organizational community is both motivated to participate and provided the 
opportunity to use their own initiatives and creativity in achieving organizational goals. Employees see their leaders 




as pioneers who give their support and contribution to the organization under such conditions, and they feel ready to 
work with them. The organizational community's trust in the leader will inspire team spirit and a sense of 
responsibility among them, leading to responsible organizational citizenship instead of irresponsible, machine-like 
behaviors (Davis, 1988: 183- 187).  
 
2.3. Organizational Trust and Trust in Leader Relationship 
Many researchers in various fields such as sociology, anthropology, history, economics, and psychology have been 
shifting their focus on the concept of trust in their studies (Manogram et al, 1994: 251). The reason why trust attracts 
the attention of various disciplines and is used as the subject of their studies is its significant function in the 
formation and execution of social relations. Trust functions as a necessary basic element for all interactions, from 
ordinary daily relationships to strong commitment relationships that individuals establish with their leader or the 
organization they are a member of (Misztal, 2013: 123). Giving people the opportunity to be able to live and work 
together, trust is the main facilitator of all social activities. As sadly shown by the failed attempts to resolve the 
conflicts between nations, religious or ethnic groups throughout history, trust has a fundamental role in conflicts. As 
John L. Locke emphasizes in his book The De-Voicing of Society, trust is the foundation of human society (Locke, 
1998: 110). Trust is like the air that we breathe, the foundation of all activities; so much so that Charles Fried, the 
famous legal scientist from Harvard, describes it as by saying, "There comes a point where we no longer seek it to 
achieve something else, we seek it for its own sake" (Cohen and Prusak, 2001: 50-51). 
Organizational trust is an employee's perceptions of organizational support, the belief that their manager is honest 
and will keep their words (Mishra and Morissey, 1990). "People in the organizational trapeze only do that expected 
somersault only when they believe that there is a strong and supportive pair of hands on the other side to hold them" 
(Ghoshal and Barlett; 1998: 93). Organizational trust is a phenomenon that is influenced by the rules, values, beliefs, 
emotions, behaviors that exist in an organization and forms the basis of internal communication. Intense social 
bonds facilitate other useful ways of building reputation, which are essential foundations of trust in an intricate 
society (Putnam, 2000: 21). Some studies conclude that trust in the manager has a positive effect on organizational 
commitment, decreases labor turnover rate, and decreases absenteeism (Laschinger et al. 2000: 422; Albert and 
Travaglione, 2003: 83), and it has a positive impact on organizational commitment and job satisfaction (Cho and 
Park, 2011: 567).  
Organizational citizenship behaviors of the members depend on the visionary, inspiring attitude of the leader, 
commitment to ideas and objectives rather than mere authority, as well as members' acceptance of the leader as 
trustworthy and competent (Antonini, 2000: 31). Leaders with high self-confidence who use non-verbal 
communication methods successfully, display the vision of the organization with an exciting clarity, and have the 
influence and power that members seek, can build trust (House, 1992:9). Fair, trustworthy, reasonable, and 
consistent behaviors of leaders also get disseminated within the organization. The organizational community's high 
respect for leaders who exhibit such behaviors has a positive impact on their job satisfaction, efficiency, and 
organizational citizenship (Conger et al., 2000: 759).  
Leaders are inevitably cultural architects, whether they want it or not (Perkins and Wilson, 1999: 74). They need to 
determine the goals and directions of their organizations. They also need to harmonize these goals and directions 
throughout the entire organizational system, ensure the organization's commitment to shared goals (Farkas and 
Wetlaufer, 1999:141-142). Organizations are like automobiles. They cannot go anywhere on their own, they need the 
human factor to operate. And not any human, but the right human. The effectiveness of an organization's individuals 
in leadership positions determines how the organizational "machine" will perform. Some people are so effective in 
their work that they leave so little to the leader to make them better in what they do. And others are really a hopeless 
case that there is almost nothing to do to improve their effectiveness. However, the majority of the population falls 
somewhere between these two extreme ends. These people do their job as required and go with the flow; they look 
up to their leaders to determine the direction, pace, and duration of the flow. They need guidance and 
recommendation about where to go and how to go there (Vries, 2007: 19-20). 
And we can learn the following lessons from the methods that leaders, the elite of the organization, use to determine 
the performance of the organizational "machine" (Drucker, 1999: 4-6): 
 They treat the members of the organization based on their strengths, 
 They demand high standards but give people freedom and responsibility to do their jobs, 




 While seeing performance evaluation as an integral part of the job, they adopt a definite and honest attitude 
in practice, 
 They are aware that the most effective way to learn is to teach others, 
 They can command respect even when they are not necessarily loved. 
Another distinguishing aspect of leadership is the ability to persuade the organizational community to strive towards 
the determined goals. From time to time, leadership requires staying in the background without putting any pressure 
on the group, letting the others speak, remaining calm, showing hesitation, and delaying decisions in cases of 
opposition. Competent leaders create competent employees, leading to better outcomes. A leader's primary 
responsibility is to stimulate the organizational community towards meaningful goals. Members need to have positive 
feelings about the goals worth fighting for, their opportunities, and the leader's capabilities. Without common goals, 
everybody can be led astray in different directions. Without a common understanding, disorganization will arise. 
Leaders often feel that members of the organization need to grasp the meaning of their work without being told to, 
so they fail to seize the opportunity to set meaningful goals. As a result, the organization can be led astray in a 
different direction than it should go. Such negative and dysfunctional actions damp down the desire for cooperation 
in the organization, even leading to the disintegration of the organization (Davis, 1988: 141-147). Research has 
shown that setting goals effectively yields positive results. This approach was once used to encourage truck drivers to 
carry loads close to the legal carrying limit of their trucks. With the "do your best" instruction, about 60% of the legal 
loading limit was carried by trucks; but after the objectives were determined clearly and effectively, this rate reached a 
level that slightly exceeded 90% of the legal carrying capacity. And it was maintained for 12 months, as long as the 
work continued. Truck drivers adopted and maintained this behavior, believing that they had achieved a sense of 
achievement even though they did not receive any rewards for more production, but only feel appreciated (Latham 
and Baldes, 1975:1975: 122-124; Latham and Yukl, 1975: 824-845). 
The leader's job is to create value and expectations for the organizational community. To achieve that, organizational 
goals are harmonized with individual goals. Leaders stimulate the motivation of the members to reach the goals 
through various incentive practices. They also structure the way to reach these goals and manage expectations in 
order to show the members these ways. What they do, in other words, is to facilitate the process by removing the 
barriers on the way to the goal. Leaders help the organizational community to do a better job and achieve success. 
Thus, they increase motivation and satisfaction by clarifying the way to the goals with their behaviors, increasing the 
level of reaching the goals of the organizational community. Since the ways to reach the goal become clear, the 
organizational community feels the support of the leader's emphasis on the task. In addition, more social support 
and thoughtful behaviors provide social satisfaction for members and facilitate the ways to reach their goals (Davis, 
1988: 148-149). 
The information society of today works based on knowledge and interdependence, which makes it necessary for 
people to use their imagination and intelligence in the shared effort. Peter Drucker points that out when he says, 
“Organizations are no longer built on the basis of coercion, but on the basis of trust” (Drucker, 2005: 105). What is 
needed here is commitment, and commitment cannot be achieved without trust (Cohen and Prusak, 2001: 78). 
The theoretical research summarized above also supports the idea that trust in a leader is one of the most important 
antecedents of organizational citizenship behaviors. The following hypotheses were formed to be tested in the study 
to examine this relationship in depth and empirically. The conceptual model of the study is given in the Figure 1. 
H1: There is a statistically significant relationship between the trust in leader and organizational citizenship behavior 
















Figure 1: Conceptual Model 
 
3. Methodology 
An empirical study based on quantitative and immediate data according to the scope was designed to test the 
hypotheses based on the literature. The analyzes within the scope of the study were made with the IBM SPSS 25 
package program. 
 
3.1. Data Collection Method and Measurement Tools 
The questionnaire form created in the study consists of three main parts. The first part consists of 11 questions 
including the sector of the companies in the sample, the number of employees, the year of establishment, and the 
demographic information of the employees (age, gender, education level, position, department, seniority, total 
employment time, working time in their department). The second part consists of the 6-question Trust in Leaders 
Scale created to measure employees' trust in their leaders and the third part consists of 5-dimensional organizational 
citizenship behaviors developed by Organ (1988), which are frequently used in the literature. 24-item sentences were 
adapted to Turkish from the studies of Podsakoff et al. (1990) with the translation-back translation method and 
KUK views. Questions in the questionnaire were rated on a 5-point Likert scale (1= strongly disagree, 5= strongly 
agree). 
 
3.2. Sample Selection and Demographic  
The population of the research is the companies operating in the manufacturing industry (textile, machinery, 
packaging, chemistry, food, electricity, automotive sub-industry) in various industrial zones (Istanbul Deri OIZ, 
Tuzla OIZ, İkitelli OIZ, Bursa OIZ, Gebze OIZ) of the Marmara region. To obtain the sample, an information e-
mail containing the purpose of the study was sent to the companies through the contact information obtained from 
the OIZ web pages. The data was collected by hand during working hours from the companies that agreed to take 
part. The employees selected in the sample had at least 1-year seniority and that they were from medium (72.2%) and 
large (27.8%) scale companies according to KOSGEB (min. 50 according to the number of employees) criteria. The 
aim was to obtain around 20% of data from each company in proportion to the size of the company. A high number 
of questionnaires were sent to company officials for the purpose; however, only 320 of the responses were deemed 
valid according to the criteria.  In addition, 17.2% of the companies in the sample had been operating in the sector 
for 0-5 years, 27.2% between 11-15 years, 30.3% between 16-30 years, and the remaining 25.3% had been operating 
in the sector for more than 30 years. Demographic findings of the employees are summarized in table 1 below. 
Whether the differences between the demographic characteristics of the employees indicate a statistically significant 
difference in organizational citizenship behaviors were evaluated by independent groups T-test and ANOVA test, 
and no statistically significant difference was found. In other words, the demographic characteristics mentioned here 
were not the determining criteria for organizational citizenship behavior.  
 
Table 1: Demographic Characteristics of Employees 
Variable 
Criterion / Valid Rate 
(%) 
Variable Criterion / Valid Rate (%) 







Primary Education: 48.7 
High School: 33.7 
College: 9.5 







Office Worker: 8.1 




Foreman / Head: 18.5 
Mid-Level Manager: 11.2 
Top Level Manager: 1.2 
Seniority 
1-2 years: 35.1 
2-5 years: 34.3 
6-10 years: 15.9 
11-20 years: 13.5 
21+ years: 1.2 
Department 









1-2 years: 7.0 
2-5 years: 16.3 
6-10 years: 21.8 
11-20 years: 36.2 
21+ years: 18.7 
Time Worked in the 
Same Department 
Min: 1 year 
Max: 35 years 
Average: 8.82 years 
 
4. Analysis and Findings 
To test the validity of the measurement tools, explanatory factor analysis with varimax rotation was conducted and 
KMO=0.811 (p=0.00) was calculated; 6 factors were formed consistent with the original dimensions. The 
eigenvalues of all items were greater than 1, and the total variance was 59.301%. The trust in the leaders scale is one-
dimensional and expressed in the study with the same name. The organizational citizenship behavior scale was 
referred to in the same way as in the literature: altruism, civil virtue, conscientiousness, sportsmanship, and courtesy.  
 
Table 2: Explanatory Factor Analysis 
 












L3 .868      
L1 .835      
L4 .804      
L2 .791      
L5 .455      
C2  .709     
C1  .701     
C3  .687     
C4  .616     




C5  .601     
A104   .787    
A103   .783    
A107   .677    
A106   .566    
S2    .754   
S3    .740   
S4    .685   
S1    .647   
S5    .493   
Co4     .763  
Co5     .751  
Co3     .608  
Cv2      .729 
Cv1      .613 
Cv4      .531 
Cv3      .529 
 
Cronbach's alpha coefficients were calculated to test the reliability of the scales, and all of the factors were found to 
be in the statistically significant value range. The mean and standard deviation values of all variables and the 
correlation coefficients between the variables were calculated. The following table (Table 3) summarizes the relevant 
scores. 
 
Table 3: Mean, Standard Deviation, and Correlation Coefficients 
 Mean S.D. 1 2 3 4 5 6 
1. Trust in the Leader 5.1241 1.42242 (.849) .198** .204** .003 .235** .412** 
2. Courtesy 6.0602 .87184 .198** (.780) .545** -.162** .508** .358** 
3. Altruism 6.0377 .88338 .204** .545** (.801) -.081 .309** .355** 
4. Sportsmanship 2.7745 1.28829 .003 -.162** -.081 (.712)  .085 
5. Conscientiousness 6.0363 1.07802 .235** .508** .309** -.180** (.730) .374** 
6. Civil Virtue 5.3031 1.09692 .412** .358** .355** .085 -.180** (.652) 
** correlation is significant at the 0.01 level. () Cronbach’s alpha coefficients S.D.= standard deviation 
 
According to the findings, no statistically significant correlation was found between trust in the leader and 
sportsmanship. No significant relationship was found either between sportsmanship, altruism, and civil virtue 
dimensions. Correlation coefficients with other organizational citizenship behavior dimensions were, on the other 




hand, statistically significant. The dimension that had the strongest correlation with trust in the leader was civil 
virtue.  
Accordingly, our sub-hypotheses, "H1a: There is a significant relationship between trust in the leader and courtesy of 
the employee; H1b: There is a significant relationship between trust in the leader and altruism of the employee; H1d: 
There is a significant relationship between trust in the leader and the conscientiousness of the employee; H1e: There 
is a significant relationship between trust in the leader and the civil virtue behavior of the employee," were accepted. 
However, "H1c: There is a significant relationship between trust in the leader and the sportsmanship behavior of the 
employee" was rejected. Since significant results could not be obtained with the correlation analysis, a regression 
analysis was performed to test the H2 hypotheses for the variables other than the causal relationship of the 
sportsmanship dimension with trust in the leader, and its results are summarized in Table 4 below.  
 
Table 4: Regression Analysis 
Dependent variables Std. Beta coefficients Model Summary 
Courtesy .198* F= 10.930   R2= .039   DW= 1.860 
Altruism .204* F= 12.219   R2= .042   DW= 1.983 
Conscientiousness .235** F= 16.430   R2= .055   DW= 2.036 
Civil Virtue .412** F= 56.791   R2= .170   DW= 2.011 
Independent Variable: Trust in Leader     **p<0.01; *p<0.05       DW: Durbin Watson  
The findings reveal that all dimensions of organizational citizenship behavior expressed in Table 5 indicate a 
significant causality. However, the coefficients show that the dimension that is most affected by the trust in the 
leader is the civil virtue behavior. 
As a result, our sub-hypotheses "H2a: Trust in the leader has a positive impact on the courtesy of the employee; 
H2b: Trust in the leader has a positive impact on the altruism of the employee; H2d: Trust in the leader has a 
positive impact on the conscientiousness of the employee; H2e: Trust in the leader has a positive impact on the civil 
virtue behavior of the employee." were accepted but "H2c: Trust in the leader has a positive impact on the 
sportsmanship of the employee." was rejected on the correlation stage. 
 
Figure 2: Final Model 





























5. Conclusion and Recommendations 
It is frequently supported by empirical studies that organizational citizenship behavior is an important determinant in 
terms of employee's commitment to the organization and contribution to desired outputs (e.g., Yen & Niehoff, 2004; 
Gautam et al., 2005). The theoretical evidence that organizational citizenship behavior can be increased with 
especially the support of the leader is given in the relevant chapters of the study (Cohen & Prusak, 2001). In 
addition, changes in today's working conditions have led to questions about leadership and organizational 
commitment. This strong evidence in the literature and the changing working life form the foundation for us to 
focus on the problematic of which dimensions of organizational citizenship behaviors of employees are important 
determinants of trust in the leader, and we have obtained significant findings for 4 of the 5 basic dimensions as a 
result of the analyzes. These findings are consistent with studies conducted using different methods in the literature 
(e.g., Deluga, 1995; Appelbaum et al., 2004). However, the main reason why the sportsmanship dimension was not 
affected by trust behavior in this study is likely to be because it is less relevant to work-related activities compared to 
other dimensions and is more related to positive atmosphere and personality traits in the organization. This study 
shows that trust in the leader has a positive impact on taking more responsibilities and participation in work-related 
activities. 
The findings of this study show that leaders have a critical role in creating an atmosphere of trust in order to create 
or reinforce the employee profile needed especially in today's conditions. Accordingly, we suggest that decision-
makers, who are determinant in both human resources practices and organizational culture with the changes in the 
employee profile and working style, should consider this connection when reviewing the expectations of the 
employees from the organization and the management assumptions in their activities. In addition, it will contribute 
to the practitioners taking action on this issue if they go one step further and determine what the necessary 
antecedents will be for the leader to build trust.  
The most important limitation of the study is that it only presents findings of the white-collar employee groups in 
the manufacturing sector of the industrial zones in the Marmara region. We believe that targeting employees from 
the service sector and comparing the employees in different sectors/positions in future studies will make a significant 
contribution to the literature. 
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